Abstract: Employee retention (ER) has become the primary concern of organizations regardless of any industry and countries. The prosperous and the sustainability of the organization very much depend on the ability to retain their talented employees. Hence, this study attempts to understand the role of communication satisfaction (CS), procedural justice (PJ), and organizational citizenship behaviors (OCB) in employee retention. Furthermore, the study would like to identify if ER relates to the dependent variables. 195 academicians in a private university in Selangor, Malaysia joined in this survey. The variables in the questionnaire adapted from previous related studies and simple random sampling used to select the respondent. Meanwhile, the Structural Equation Modelling using a Partial Least Squares (PLS) approach uses as the method of analyzing data. Furthermore, a bootstrapping procedure with 1000 resamples was run to generate the t-values in order to estimate the structural model. The result indicated that CS and PJ influence ER and the bootstrapping analysis showed that there is an indirect effect between CS and ER as well as between PJ and ER. Thus the study recommended that employers must support and practice CS and PJ in the work environment. As a result, the relationship becomes closer and subsequently reduces the likelihood of employees to leave the organization.
INTRODUCTION
The role of employees is very crucial for organizational effectiveness and sustain in global competitiveness. Literature shows that the role of employees is critical for reaching the organization business goals, mission and vision [1] , effectiveness [2] [3] , as well as for the sustainability of the organization [4] . Literature also found out that retaining highly motivated, skilled and committed employees are the main issue currently faced by employers in 78% organizations, besides, struggle to keep their employees around [5] . Study on 2,000 U.S and U.K. employees' and HR leaders' indicated that nearly half (49%) of the HR leaders agreed that retention was theirfirst priority [6] . Another issue is the change of career and workplace become a new now a trend now. Reported by U.S. Bureau of Labor Statistics in March 2016 alone, 3.0 million or 2.1% of employees resign, and majority due to change of career and only 1.7 million were laid-off and discharged [7] . Furthermore, in Singapore, statistics show the turnover rate in 2015 was 2.2% [8] . In the meantime, the study in Malaysia indicated that employees are likely to leave their organization within two years; 2015, 36% versus 29% in 2012 [9] . Hence, to overcome such problems, the talent competition also increases across industries needed [10] . Besides, organizations should focus on identifying the factors that impact retention toward the growth and success of organizations [11] . As literature found, the important factors are communication, coaching, and establishing clear performance metrics, holding employees accountable for delivering their jobs [12] , procedural justice [13] , career development [14] , Talent  Management [15] , time, money, and commitment [16] as well as learning and working climate [17] . Another important action, organization need to emphasize the importance of conducting the regular survey. It is to identify employees' satisfaction, therefore, indirectly the organization able to retain their talented employees [18] . Communication satisfaction and procedural justice significantly contributed to employee retention [19] .
Since the retention issues become critical and impact on organization success, therefore, this study would like to investigate the role of communication satisfaction, procedural justice, and organizational citizenship behavior in retaining the employees. Besides, suggest a model of employee retention. The result can become guideline and provide an overview of the role of communication satisfaction, procedural justice, and organizational citizenship behavior on employees' motivation to remain in an organization. Finally, the study indirectly contributes to the ability of the organization to sustain and compete in the global market. Last but not least, the study will fill the gap in the current literature, especially in the Malaysian context.
Method
The Structural Equation Modelling using a Partial Least Squares (PLS) approach used as the method of analyzing data. We used the SmartPLS 3.0 software to analyze the data by using the application of a bootstrapping technique in order to identify the significance levels for loadings and path coefficients. Following the recommended two-stage analytical procedures and the validity and goodness of the measurement model first tested followed by an examination of the relationships outlined in the structural model.
Measurement Model
The questionnaire is containing to measure communication satisfaction, procedural justice, distributive justice, and employee retention used. Firstly, the measurement model of all constructs checked for reliability, convergent validity, and discriminant validity, before testing the hypothesized of the model. Table 1 shows the scores obtained from the analysis of the measurement model. Based on Table 1 , it can see that all loadings for each construct were higher than 0.70 which is the cut of point. The average variance extracted (AVE) of all constructs exceeded 0.5 while the composite reliability scores (CR) were all higher than 0.7. As such we can conclude that convergent validity is achieved. Meanwhile, Table 2 shows the results for the discriminant validity test. Table 2 shows the results for the discriminant validity test. As recommended, the Heterotrait-Monotrait Ratio (HTMT) score are using to assess the discriminant validity between reflective constructs. Whereas, if the HTMT value is below 0.90, discriminant validity established between two reflective constructs. As shown in Table 2 , all constructs meet this criterion indicating the constructs have discriminant validity.
The loadings of measured variables (i.e., items) should be higher than the cross-loadings by at least 0.1 to indicate sufficient discriminant validity. As shown in Table 3 the loadings of all constructs satisfy this criterion. As such we can conclude that discriminant validity is achieved. In order to estimate the structural model, a bootstrapping procedure with 1000 resamples was run to generate the t-values. Figure 1 presents the structural model while Table 5 presents the results of the hypothesis testing. As shown in Figure 1 Satisfaction and Employee Retention with β = 0.113 (0.166*0.684) was significant at T-value of 2.220 and indirect effect between procedural of justice and Employee Retention with β = 0.198 (0.29*0.684) was significant at T-value of 3.930. Thus we can conclude that the mediation effect is statistically significant, indicating that H4 and H5 supported. It can conclude that respondents perceived that communication satisfaction and procedural justice play essential roles for them to remain in an organization. How employees observed communication satisfaction and procedural justice were similar across gender and indifferent despite their years of service in the organization. The above results and interpretations, however, are bound to limitations of the study. Due to the limitation that our respondents were mostly lecturers from a private institution in Malaysia, readers need to be cautious in generalizing our results on other types of employees. Therefore, we highly recommend future research to look into another area of jobs and include various types of organizations. The present study, importantly, has concluded one model to show the relationships between communication satisfaction, procedural justice, and retention. Therefore, this contribution could use as a base for future studies.
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